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• Specific  Proposals  Likely  to  Require 
Further  Discussion  (Beginning  on 
- Page  B-3,  Item  4)  ^ 

^ - Action  -Items  Previously  ’'©iscussed' 

\ ^ ^ ^ September 

Glass  Ceiling  Excoms 
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S^FECI^FIC  LIQCELO^rO  ^R!EQp.I^  9^U!lig:^‘E‘ll(DISCUSSIOO{, 


Action':; ‘ji'i  

Hold  annual  DCI  offsite  to  evaluate  the  progress  made  to  overcome 

barriers  identified  in  Glass  Ceiling.  Study'  /'  ' 

Expand  the  role  and  resources  of  the  EEO  in  order  to  monitor  glass 
ceiling  actions  i " 


Senior  management  support  increased  training  program  designed  to 
increase  multicultural  and  gender  awareness 


APPROVED 


APPROVED 


Sr  Mgmt  ENDORSED  Continue  Agency 

commitment.  Training  Steering  Group 
tasked  to  determine  who  is  doing  what 
in  Multicultural  Training  and  identify 
areas  or  approaches  to  such  training 
common  to  all  directorates.  Report  due 
to  EXDIR  in  six  months 


ULm  . ^ 


Independent  followron  to  Glass  Cetliriq’ Study  be  repeated  in  Fall  of  1994 
to  determine  level  of  progress  J 'v| 

' K;  • ft.  Ir 

OMS  expand  employee  opinion  sutveyiand  conduct  survey  on  a yearly 

■ ' ■ ■ ■■  . 


APPROVED  timing.  Whether  the 
follow-on  study  will  be  independent  or 

conducted  internally  is  TBD 

APPROVED  OMS  survey  to  be 
expanded  to  include  Glass  Ceiling 
issues  and  conducted  every  two  years. 
Directorates  are  encouraged  to  conduct 
more  frequent  surveys 


BOLD  =i  EXCOM  Decision/Changes 


ill 
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Actiohi.  i i . 

All  employees  must  be  given  opportunity  . to^evaluate  management  and 
unit  performance;,  including  diversity 'i^'uWsi;l;ln  an  effectively  managed 
organization,  empioyees  must  have  itfje  opportunity  to  express  their 
views  and  perceptions  on  the  mgmt  performance  of  their  managers  in 
general,  particularly  diversity,  and  on  hoW  the  programs  and  plans 
implemented  to  address  diversity  ar^  working  in  their  units 

li' 

1 1, r? 

Action  Office 
Sr  Mgmt 

r 

Comments 

ENDORSED  Performance  Mgmt  TF  to 
summarize  current  means  by  which 
employees  evaluate  management  and 
unit  performance  and  recommend 
uniform  Agency  policy  and  standards 
imposing  some  type  of  upward 
evaluation  to  include  issues  such  as 
diversity 

'PROCEXX ' ■ ^ 'J-'  ■ ' ■ 

, -r ^r— ^ lJ - 

1 

Liirectoraies  puDiicize  those  assignments  that  are  key  and/or 
developmental  in  nature.  Review  list  on  an  annual  basis,  and  circulate 
to  ernpioyees  (Key  .assignments  should^nclude  all  rnanagement  positions 
and  identification  ofrthe  types  of' professldrial  experiences  that  are 
considered  key  , n.  ' il'i'! 

,T1 

DDs 

MODIFIED  DDs  to  task  office 
directors  to  deveiop  a list  of 
competencies  and  skills  needed  to 
advance  to  middle-level  and  senior 
management  positions  and  of  jobs  or 
types  of  jobs  in  which  these 
comoetencies  fioiilrl  hp  nainpH 

2 

bstabllsh  selebtion  panels  (include  a fe'riiale  and  minority)  to  consider 
applicants  forikey/ddvelbpment  assignnieWs’. '•  Where  appropriate  and 
feasible,  interview  teams  (include  women  !and  minority)  should 
interview  applicarits  for  theSe  positidns/arid  recommend  and  justify  in 
writino  rank  order  iof  aoDllcants  ' : 

DDs 

MODIFIED  Selection  panels  will  be 
established  according  to  common 
Agency  principles  that  can  be 
implemented  according  to  local  needs 

2 

Prepare  procedures  and  guidelines  for  Selection  panels.  Make 
procedures  available  to  employees  'j  f 

■ ' .'ij:  y 

'.  i 

DOS 

V 

APPROVED  Principles  will  include: 

1) identitying  key  competencies  needed 
for  advancement  to  senior  positions; 

2)  separating  the  meeting  dates,  if  not 
the  memberships,  of  promotion  and 
selection  panels;  3)  requiring  that 
panels  interview  'all  applicants  lor 
positions  who  request  Interviews  or  who 

2 

career  panels  or  appropriate  bodiesstakea  more  proactive  approach  to 
placing  men,  women,  and  minorities,  ii)  positions'  that  wiii  break 
stereotypical  mold  rfi  'V  " 

DDs 

APPROVED 

, ■;  “■  ■ 

‘ , ' ' u'i  0*' ti'ylv  ■ iv 
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’ ' ! 1'  ' Action-i'  ’ ;j  ■ 

Action  Office 

Comments 

2 

seieciion  panels  Will  reconimend  and  Idstify  in  writing  the  rank  order 
tor  those  positions;for  which  a DD  is  tha.  final  decisionmaker. 
Recommendations  Will  be  prdvld^  to  Dd)."  If  panel  recommendations  are 
not  accepted  by  filial  decisionmaker,  rationale  for  the  selection  will  be 
provided  to  selection  panel  . v , 

• i;  : 's;. 

DDs 

MODIFIED  Selection  panel 
proceedings  will  be  documented  and 
feedback  provided  on  selection 
decisions  both  to  applicants  and 
nominating  panels.  OP  to  suggest 
policy  for  providing  feedback  to 
applicants 

2 

^Gieciion  panels  will  address  in  ,Writjn9  what  consideration  was  given  to 
female  and  minoritv  feoresentatlon  ■ • ' ; 

See  above  action 

2 

Ihe  yKHb,  chaired  by  EXDIR  and  Inciildlng  a female  and  minority  rep, 
will  nominate  candidates,  at  least  onej;cif.;whom  will  be  from  outside  Ihe 
selecting  Directorate  whenever  appfij'Rriale\-ifori’ssignrh  at  or 

above  deputy  ciomponent  chief  or  tof  i^taff^phi^f  assignments.  Selection 
process  should  include  name  check  Witlii;SEEO!  i SPRB  will  provide  DCI 
with  recommendation.  Written  iuslificeficirii  bf' rank  order  and  record  of 
consideration  given  fo  minoritv  and'  female  dfficer.s 

EXDIR 

MODIFIED  SPRB  to  include  in 
selection  process  assignments  at  or 
above  deputy  component  chief 

tacn  directorate  will  establish  a career  disvelopmerit  panel  consisting  of 
line  management  ; »c 

i • . i fvl  VV-’  •••  ‘ 

•• 

DDs 

This  panel  will  examine  and  guide  the 
career  development  of  each  directorate 
employee,  with  special  emphasis  on 
ensuring  womeh  and  minorities  are 
treated  fairly  (DO  has  begun  using 
such  a system).  Perception  is  that 
Agency  components  do  a poor  job 

uareer  development  panel  will  set  up  procedures  for  each  employee  to 
provide  substantive  input  for  his/her  own  5-year  career  development 
Plan  and  goals  ' 

Procedures  would  foster  understanding 
and  promote  accountability 

V " 

Career  development  panel  will  esiablisbia, timetable  for  monitoring 
progress  and  be  accountable  to  each  indiyidual  employee  for  the  validity 
of  the  Dian  ; . ; , ■ . 

— i ^ ^ . • 

Same  as  above 

B-3 


■;  7s. 

^ 1 . H ' ■ ..-. 
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V 

> - MUMun  s/mce 

uareer  development  panel  will  prejDar^ /an  annual  report  for  DDs. 

Progress  of  rrtinority  and  female  officers!  must  be  covered  in  report 

■ ■ 1 ''  ■ ■ 

' i 1 J ..  H . 

comments 

Designed  to  promote  accountability, 
keep  DDs  informed,  assist  in 
preparation  of  directorate  annual 

4 

/ 

•~k  X . 

UiiButurules  will  take  steps  to  assist  wtoriien  arid  minorities  to  break  out  DDs 

of  stereotypical  assignments.  Rotaliopal/axchange  assignments  within 
and  across  directorates  will  be  encouraged.-r'  ' : 

' ,;:.j  t.  ■ 

The  outlined  steps  are  designed  to  offer 
the  possibility  of  breaking  or  at  least 
bending  the  pattern  that  women  and 
minorities  appear  to  be  clustered 
and/or  assigned  to  certain  categories  of 
Dositions 

^ ^ Ldoh  OHoUuiaio  dMu  c career  seryice  w.iir  identify  positions  for  DDs  — — — — 

. rotational/excHanae  abslanments  S ';!’''?' 

H 

y 

V 

cxuliaiigos  will  be  arranged  tor  high-performance  officers  from 
components  with  i;elaitively  large  numbefs'df  minorities  in 
linguistic/cullural/technical  specialities'' 

4 

/ 

Shadowing"  assignments  will  be  offered  to  women  and  minority 
officers,  especially!  at  the  GS-13  through-GS-IS  level. 

Shadowing  assignments  are  worthwhile 
for  all  promising  officers,  but  given 
the  numbers  involved  and  the  relative 
paucity  of  women  and  minority  feeder 
groups,  the  greatest  gain  would  be 
made  by  concentrating  on  women  arid 
minorities 

5 

7 

Maiiayuis  will. solicit  Input  from  tna I'rte.^orkrigroups  on  assignments;  DIDs 

minority  and  female.employees  will:, ys.e^netwOrk. groups  as  informal' 
condurts;  network  groups  will  seryea'fifacilitatoVs.for  management  and 
employees  In  Assignment  process  I’l  (Hfi’ifi't ; • 

• • •'•.  • ••••-'  V ■■  ,i 

■ 'll  “ ' I : 'rti  ■ ^ 0 

' ' ■ • ' fit?.  -1  ^ 

' . • i.ryJ  • 

■ < ‘‘  i r’ 

Intent  is  to  solicit  input  from  these 
groups  on  efficacy  of  assignments 
procedures,  encourage  employees  to 
use  groups  to  obtain  clarification  on 
opportunities,  requirements  and 
procedures  concerning  assignment 
process  and  other  related  matters. 
Objective  is  to  make  greater  use  of 
these  groups  for  managers  and 
employes  to  bridge  ethnic  and  gender 
characteristics  and  misunderstandinos  1 

‘ I V * S'#iT.’  ■ ^ 

['  ' ! I;  . ■'■  •,  .'  . 


'..'^7.^1’'*'''  ' 

■ ' V ’ ' 

i'  V ■ «;•  ' 
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Encourage  ^enbril  women  and  mit^t)?f«^ic;ers'ito  assist  in  providing 

names  of  interested  women  and  mindfitf  employees  to  designated  points 
Of  contact  ^ • ■ ' ■ V 

''®?^"®y~'’°‘icesiwnirsiat51pe^ 

weight  given  to  desired  and  require’dscrjiCSria.'  Whether  the  assignment 
is  key/developmental  will  be  indicated^'  ■ i,,  ■ 


>•  ' i ' . 4;  V.  tfy' 1 ■■  j’  . 

Vacancy  notices  will  'include  notations/ about  whether  alternative  work 

arrangements  such  as  job  sharing  could  . be  accommodated 

Use  of  'already  has  a qualified  candidate'  or  other  comments  will  be 
eliminated  on  vacancy  notices  ; i -jif. , ■ '' 


Sr  Mgmt 


Sr  Mgmt 


Sr  Mgmt 
Sr  Mgmt 


All  employees  will  have  easy  access  td.ly^cency  notices,  especially  those  Sr  Mgmt 
. for  key/developmehtal!  assignments  ^ ^ 

Establish  a tracking  system  that  measiires'the  impact  of  improvements  cm — 

made  in  the  assignments  process  to  assess. effectiveness 

1 '•  I'*  piiV 

■■  !i  (!•  ■ V , 

- I ':'  ^ .Xf 


Each  directorate  will  determine  the,  np'mber  and  percentage  of  women 
and  minorities  considered/chosen  jfor  the  top  50  (line)  vacancies  during 
the  most  recent  fis'cal  'year  .1  . ; . ^ 

■i 


The  vacancy  notice  issues  aim  at 
making  possible  assignments  and 
requirements  for  them  known.  Agency 
lacks  anything  approaching  this  norm, 
and  this  fuels  the  perception  that 
assignments  are  filled  in  backrooms 
and  based  on  old-boy  networks.  In  a 
sense,  the  vagaries  of,  and  at  times 
disregard  for,  the  vacancy  system 
undermines  the  credibility  of  Agency 
managers 


The  Glass  Ceiling  Study  and  our  own 
data  clearly  indicate  that  women  and 
minorities  are  not  represented 
equitably  at  senior  and  managerial 
levels  within  the  Agency.  The  size  and 
relatively  unchanging  nature  of  the 
feeder  groups  do  not  suggest  that  time 
alone  will  rectify  this  situatiori.  To 
address  or  measure  this  issue,  a 
process  is  needed,  relevant  data  must 
be  maintained,  and  managers  must  be 
held  accountable  for  what  they  have  or 
have  not  accomplished 


■ * I ' V ■ ' 

’ £■  '5  - ' ■ 

•:  , ‘ u.  .;;'':r'':i 

'i.  1 • 1 .'  ‘ 

■Hfr  . ■-  ''  t'*:!  w'--^  > 
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Action  Office 

Comments 

/‘ 
. / fi 

fcach  component  will|id,9termine  the  percentage  of  women  and  minority 
candidates  considere^chpsen  forjjifirst-lihp  managerial  positions  in  a 
similar  manner  as'  above  't 

DDs  , , 

T^oxxm/'D/Fs^rL'r^oLTrTTS^ 

. J>,'  . s,'  . 

DDs 

ueveiop  ana  .conaucuann;ua)  suiVey^of^^^  policy  needs  in  order 

to  focus  the  Agericy's  limited  resource^- oh  those  that  are  the  most 
pressing  , j . ‘ ^ ' c 

CP 

Determine  which  programs/issues  are 
most  important  to  majority  of 
employees  and  properly  focus  on 
efforts 

2 

ueveiop  central  data  base  on  tandemfcopples  and  assignment 
opportunities  ; ‘ i 

■ '■  '■  '■ 

CP 

Size  the  population  and  improve 
assignments  process.  Resource 
implications  . 

3 

Develop  central  data  base  on  flexible  i^work  -arranaements  used 
directorate  ' . '* 

' -•  ■ 

— ' ''M  ' i 

in  each 

CP 

Collect  and  give  access  to  information 
and  encourage  more  usage  of  flexible 
work  arrangements.  Resource 
implications 

3 

Develop  central  data  bass  on  skill  of  contract  spouses  to  match  with 
employment  requirements  tor  staff  positions  when  they  return  from 
O/S  V 

CP 

Give  credit  to  contract  spouses  for 
Agency  contributions  by  helping  and 
placing  them  in  staff  positions. 
Resource  implications 

3 

Broaden  scope  of  Emergency  Leave  Bank  and  broaden  other  benefit 
programs 

. 1 '■  '.i  '•  ■ • -y-'-i'  ■ 

I*  ■ If!  ' . 'f 

' • . ' 1 1!  . '■  ' ■ 

CP 

1 

Recognize  we  cannot  make  change  but 
can  work  with  0PM  and  private  sector 
to  encourage  change  for  programs  of 
importance  to  Agency  employees. 
Statutory  program,  law  prohibits 
expanding  program.  OGC  review 
before  takino  action 

3 

Develop  a mandatory  training  segrnent  ibn  ;work/family  programs  and 
policies  for  all  managers  S'  ■ ' 

f'  ■ 1--  1 

' if.  ■ ! 1 ■ K-'iVji.i.,'  1 1 

' '''  f'  ■ Li-'  r 

OTE 

Ensures  that  managers  know  about  the 
programs  and  policies,  their 
flexibility  to  use  them,  and  the 
experiences  of  others  who  have  used 
them.  Resource  implications 

. 1 

'J- 


■ 'I'l. 


■•  iiiijh*-*' 
rill  ^ 

*'  ' m;*- 

'4i' 
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Provide  high-level  support  to  the  Work/Family  Center 


Ji  , II  . : S^V  ; . 

. ■ i ;■  - ’■  r ■■■!,' 

' -.-I 

r I 

Use  Family  l?ay  q’r  another  appropriafei'iforum  to  announce  the 
establishment  of  the  center , ■■  


I loqyj  tiip  vontpi  an  olo  uillOOf  r ,!<•  >>  ^ 

Draw  core  staff  from  OP  with  appropriate- resources  from  other  offices 

suchasOMS,OTE.OEB3.andOGC  . 

Irrcludo  a representative  from  each  directprale  (home  based  in  that 
directorate  and;  with’,  supervisory  expetiencej  to  serve  on  rotation  with 
a slot  supported  by  the  home  diredordieh.lj, 

' ■■  ■’i  V ■■ 'j  ■’ 

Ensure  center  has'  heterogeneous  staffirio  

Establish  a Work/Family  Executive  Council  of  line  managers  and  human 
resource  specialists 

' j i'-'  - ^ 

,i  , • 


Demonstrates  Agency  commitment  and 
work/family  issues,  ensure  broad 
Agency  participation  and 
communication,  centralize  related 
activities,  and  give  clout  to  the 
manager.  Resource  and  budget 
implications 


This  would  add  broad  Agency 
experience  and  representation  to  the 
center,  would  aid  communications 
between  Center  and  directorates,  and 
would  serve  as  a visible  commitment 
by  each  directorate  to  the  Center 

Council  would  provide  advice  and 
guidance  to  the  Work/Family  Center, 
would  serve  as  soundingboard  for  new 
ideas,  and  would  aid  in  the 
implementation  of  new  programs  and 
olicies 


12/10/92 


' ' 'i'f  !;i;'  VI 
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imWLiS£ifM9u 


li  lif  ■;.■  ■■  V ■'■ 

I ■!'  i Aqibny  

Statement  froip'  Ddl--lntelligence  .'Excellence  Through  Diversity 

■ : ■ 

’•  ' V ?;  

Communicate  corhmitment  thfoughi  tbwh  'meejtirias 

^ ^ ''.f  ' ' 

Demonstrate  commitment  through  '^isighments  and  awards  tor  those 

employees  with  ari  established  record  of  achievement 

Hold  periodic  discussions  and  anriu^  meetings  between  senior 
management  and  various  minority vand' women's  network  groups 

I ' 'fWfv'.  ■ 

i ii  ■ Mliii,-  '■ 

■'  ; ■;  

Creating  a position  eqUivalent'to;  ai'jdapUty  director  for  human  resources 

' I / • i !■  ' MF'i-’i  .'!'  ■ ' 

Disseminate  repbri  to  all  employees  on  the  decisions  made  by  EXCOM 

' ■ ■'  ' 

Establish  task  force  to  address  glassl^pelling  barriers  for  the  disabled 
and  hearing-impaired  employees  I ',;,  i . 

i • - l '[, 

■;  ■ 


S Directorates  provide  plan  that' addresses  specific  items  in  appendices 

' ' 'r  " 

' ‘ T ' . 

BOLD  = EXCOM  Decision/Changes  • I ) 


DCI 

APPROVED  Statement  to  Include 
expectations,  education,  and 
progress;  verbally  and  In 
writing 

Sr  Mgmt 

ENDORSED  Continued 
Implementation 

Sr  Mgmt 

ENDORSED  Must  be  on 
everyone's  docket 

Sr  Mgmt 

ENDORSED  DD's  and  Sr  mgrs  to 
hold  meetings  semi-annually 
Forum  TBD  by  each  directorate 
OEEO  to  assist  In  scheduling 
meetings 

EXDIR 

Hold  action  until  Reorg  TF  has 
completed  Its  study  fJan  93) 

EXDIR 

ENDORSED  PAI  newsletter. 
Glass  Celling  update  bulletins, 
town  meetings 

CBS) 

APPROVED 

EXDIR/DDs  EXDIR  to  provide  strawman  for 
directorates.  EXCOM  to  revisit 
timing  for  completion  of 
directorate  plans 


1 

Each  directorate  wiii  issue  and  periodicaiiy  update  an  Employee 
Handbook 

DDs 

APPROVED  Some  directorates 
have  Implemented  or  are 

1 

Components  will  review  the  oromotions  .ft<%sinnmAntft  ann  axuarri^ 

working  on 

, .....  lUkxai^ainioiuo,  aiiu  awcliua 

process  yearlyrfo  determine  objectivity  and  effectiveness 

I-  V . j ivt'iitiv' 

' I if  Mii.':.  - 

Components  wflil  pubiish  criteria  fdrna'wards  and  names  of  recipients 

■'  •'  '■!  

Each  directorate  wlii  distribute  a Supervisor’s  Handbook  that  includes 
section  pmperfprmance  feedback  i ■ 

f ''' 

Each  directorate  will  publish  Manad'dmSnt  Tenets 

-i  ■ 

Conduct  semi-e^nriual  feedback  se'ss||‘ns  with  employees 

' ' i?'  ' " ■'  ■ 

j i!  ' '■ 

Career  se^ices  will  include  effective, diversity  management  as  part  of 
the  evaluation  of.  line  managers; 

^ ■'  i vv 


If  , 

i-i..  ,,1  I, 

't! 


additional  discussion  and 

clarification  

APPROVED  Implement  as 

written 

APPROVED  Some  directorates 
have  Implemented  or  are 

working  on ' 

Performance  Management  TF  to 
Include  In  their  charter 
APPROVED  Performance  Mgmt 
TF  to  address; 

feedback/evaluation  to  reflect 
PAR-llke  Issues  Including  peer 

ranking  

ENDORSED  Performance  Mgmt 
TF  to  address  Including  using 
diversity  mgmt  as  a 
discriminator  In  the  PAR 


,13.  i- 
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OTE  will  di^iribtiiejbasic  teedbaftk  ab'dieommunications  tools 

■ ' .N., 

■■  - t .’M  - . t-.-.C.fil;,-  -.  ■ . 

1 ■■  ■ '■■■ 

Muiiun 

OTE 

Comments 

ENDORSED  Agency  Trng 
Steering  Group  action  Including 
determination  of  appropriate 

3 

OTE  will  include  eliciting/requesting;  feedback  from  managers  in  new 
employee  orleritatlon  trainlnq  ' - .ti; 

OIE 

APPROVED  and  underway 

3 

Include  cross-cullural  communication  skills  in  management  trainino 
courses'  •,  'v'  -i  .<t»i  .t>yi',d|  ' 

■r(  'i  '!  . ■ ■ ' i i' 

,t  i . 

-f  •••  

DDs 

APPROVED  OTE  to  Include  In 
new  mgmt  trng  program. 
Recommend  local  organization 
reinforce  trng  through 
mentorinq 

3 

Periodic  information  will  be  issued  about  the  EEO  and  Grievance  process 

CBB3 

APPROVED  OEEO  Publication  of 

4 

Periodically  publicize  Ihe-importanoer  purpose*  and  value  of  mentorinq 
experiences  ii'  -i  r 

DDs 

APPROVED  ' 

4 

4 

Oirecioraies  include  mentoring  in  Management  Tenets 
Components  sponsor  mentorina  oroofams 

DDs 

DDs 

APPROVED  Broadened  to  Include 
resource  people  for  new 
emolovees 
APPROVED 

4 

4 

Components  establish  aii  annual  rnehtbrihqfaward 
Recognize^  mentoring  in  performance  evaluations 

DDs 

DDs 

APPROVED 

Performance  Management  TF  to 
address 

•diVexspty 


1 

Issue  a formal  policy  addressing  racial  harassment  and  communicate 
DCI's  personal  messaae  on  this  subject 

CSD 

APPROVED  Message  in  draft 

1 

Directorates  implement  mandatory  tfaiiiihg  segment  on  harassment  and 
on  managers'  responsibility  in  respdhdiriq.  to  harassment  in  the 
workplace : ^ • ’’ 

I'l  ^ 

DDs 

ENDORSED  OTE  to  develop, 
Including  video,  and  provide 
quality  control 

1 ' •,.  .' 
v;  ^ ;i.:-  , \ 

\ :;i 

..i'  :1  IT 

;4 
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1 ' , Action  • 

Action  Office 

Comments 

2 

Heads  ot  Career  Panels  must  clearly;define  roles  and  responsibilities 
for  panel  members.j  Written  precepts/gui, delines  should  include  each 
member's  responsibility  to' ensure  that  the-Atereotypes  identified  in  the 
Glass  Ceiling  study  are  not  a factcif‘‘in 'panel  debisiOns  (this  reflects  a 
combination  of  two  specific  recommendations  from  the  17  Sept  EXCOM 
...tablet  ? V ■■  "V  laijiitii  ;.  v ■ 

DDs 

ENDORSED 

2 

Career  panels  Or  afipropriate  bodies!  tSkli;  a'  more  proactive  approach  to 
placing  men,  vypmen,  and  minorities.iiniR.ositions  that  will  break 
stereotypical  rriold  . s 

DIDs 

DEFERRED  to  discussion  on 
assignment  panels  (4th  item  on 
B - 2 ) 

3 

tnsure  a basic  program  exists  to  acrommodate  harassment  atid  diversity 
training  for  all’emDiovees  at  Has  arid!  in  the  field 

EXDIR/DDs 

EXDIB/OTE  action 

3 

Each  DD  ensure  all  .employees  maintain;, heightened  understanding  of  the 
importance  of  diversity  issues  thro'udh'(trainina 

DDs 

ENDORSED 

3 

OTE  serves  as, during  house  for  iriforrhation  about  internal  and 
contractor  run ‘bourses  that  Directorai'es  can  use  to  develop  their 
. broarams  ' • ' ' , . 

CUE 

APPROVED  and  implemented 

3 

Directorate  focal  points  share  infornh^tion  about  training  programs 

DDs 

Mechanisms  in  place  are 
workinq  effectively 

3 

Discuss  status;bf  directorate  diversity' training  issues  at  annual  DC! 

. offsite-  •'  'ii:‘ . rif  • 

•ii.  •,  .V-'.-v  • 

DDs 

APPROVED  to  be  placed  on 
aqenda 

woxx  !WD  rsvHiL‘Y  <POLrnT.k  i ' 


2 

2 

DDs  and  Heads  'of  Independent  Offlce%<add'a  covering  memo  to  Work  and 
Family  Handbook  to  reinforce  senic|f;rna,(|agemeht  commitment  and 
support  of-'these  programs  Prior  k>3id|ittibution  within  their  offices 

DDs  and  Heads  of 
Independent 
Offices 

ENDORSED 

2 

Develop  and  update  rioriattributable’.;lntprmation  packages  on 
work/family  programs  for  distribution  through  satellite  office  and  in 
the  field 

CP 

CP 

APPROVED 

APPROVED 

3 

Maintain  contact  with  0PM,  ptl^er!I.C,jagencies,  and  organizations  in  the 
private  sector  Jo  Imaximlze  supcesAfuj  S(X)li|!jes  an  programs  and  tap 
external  sources  of  emoloyrhent  forispouses. 

CP 

APPROVED  Ongoing 

S;  . 
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Develop  and  implement  unifortn'i|^jiei^eS''bn.  work-^  issues  such  as 
allowing  dependents  acce^  to  ^gfehdY.vtouildih  treatment  of  part-time 
ertiploymerit,;.^e  us’e  of  ahnujaVsi|4fda®e^^^  LWOP  following 
childbirth  witn  respect'.td.  niiiiimup  <JIQ''guidelines  for  promotion 
purposes,  j|and  to  jehsure' sufficiedt  if^'sources  are  allocated  for  part-time 

assignments  : i ..  ‘ ,r  ci . . 

Ensure  key  developmental  and  cora  courses  are  occasionally  offered  in 

thePCarda  ;!Ji^ ■ 

Maintain  close' links  with  Family- 'Advisory  Board 


DOA  APPROVED  Ongoing 


ENDORSED  OTE  has  done  and 
will  continue  their  efforts 
ENDORSED  Onqoin 
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